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INTRODUCTION
Especially in the past two decades human resource management practices are considered as a key business advantage in the face of an increasingly global, competitive and turbulent environment. Among the human resource management strategies, training plays an important role in equipping employees to acquire and update needed competencies in today's organizations. Therefore, both private and public sector organizations spend considerable amounts of money on employee training. The employees acquire new competencies through training; such learning does not always have a payoff in improved work performance (Kontoghiorghes, 2002) . Therefore, transfer of training is an important issue addressed by many Human Resource Development (HRD) scholars and professionals in the past and present. Thus, they attempt to understand the training transfer process, the factors that hinder it or facilitate it and the strategies that will enhance the transfer of training from the point of view of trainees, trainers and managers. Transfer of training is described in the literature as the degree to which trainees apply the competencies gained in training to their workplaces (Burke and Hutchins, 2007) .
HRD scholars and practitioners have presented models to explain the training transfer process (e.g. Holton, 1996; Kontoghiorghes, 2002) , while many scholars identify the factors that can impede or facilitate motivation to learn, motivation to transfer and training Holton (1996) has defined motivation to transfer (MT) as trainees' desire to use the knowledge and skills mastered in the training program in their jobs. People's desire to change their behaviour is explained by scholars using three theories: Expectancy theory, equity theory and theory of planned behaviour. Vroom (1964) and some other scholars have explained expectancy as a belief that a particular act will precede a particular outcome and suggesting that behaviour is followed by desirable outcomes. Equity theory is based on the logic that people want to be treated fairly, and thus an individual chooses a method of inequity reduction at the least cost to him or her. Hence, this theory suggests that if trainees feel that by transfer of training that they can gain equity through pay, promotion or any other kinds of rewards, then they will transfer training (Adams, 1963 ). Ajzen's (2001) theory of planned behaviour gives a foundation to explain the motivational role in the training transfer process. According to the theory of planned behaviour the intention of a person is a function of attitude, subjective norms and behaviour control and these influence willingness. Motivation to transfer has been found to be influenced by individual characteristics and work environmental characteristics (Burke and Hutchins, 2007) .
Motivation to transfer

Trainee characteristics
The role of individual trainees is critical in the training transfer process and understanding the role of trainees will help to find suitable strategies to improve transfer of training. Researchers have identified a significant number of factors under trainee characteristics such as ability, personality, self efficacy, career commitment, work related attitudes, and demographic factors. When determining the scope of the study, this research focused only on two important trainee characteristics, namely self efficacy and career commitment, which had been previously researched and validated in the private sector, but not adequately examined in the public sector.
Self efficacy and motivation to transfer
According to Paugh and Bergin (2006) self efficacy (SE) is concerned with people's judgment about their capabilities to organize and execute a course of action that is required to attain performance. Further, they have indicated that individuals with high self efficacy are more likely to experience transfer success because the increased cognitive engagement associated with high self efficacy should foster the development of a deep level of connected knowledge needed for transfer. Many scholars have found the relationship between self efficacy and motivation to transfer training (Burke and Hutchins, 2007) . Moreover, a number of studies indicate that trainees who lack sufficient self efficacy will put less effort to learning and transfer of training since it plays a motivational role, and affects the amount of effort applied to task performance (Tziner et al., 2007) . Based on this theoretical and empirical support, the present study hypothesized that self efficacy (H1) is positively relates to motivation to transfer.
Career commitment and motivation to transfer
Career commitment (CC) refers to the "employee's attitude towards his or her vocation, including a profession" or the "employee's motivation to work in a chosen vocation" (Balu, 1985) . In general, career commitment involves development of career goals and willingness to put effort, energy and time to pursuing career goals. Scholars argue that employees with high levels of career commitment may make significant investments in their careers. Career commitment has been studied less frequently (Kontoghiorghes, 2002; Cheng and Hampson, 2008) and mixed findings have been reported on training transfer (Nikandrou et al., 2009) . However, it can be hypothesized that career commitment will be a significant determinant of motivation to transfer (H2).
Work environmental characteristics and motivation to transfer
It is widely accepted that trainees' work environment affects motivation to transfer (Burke and Hutchins, 2007; Lim and Morris, 2006) . Work environment refers to the current perception of employees, and observable nature of personal relationships that affect the accomplishment of work within a particular organization (Lim and Morris, 2006) . Scholars' have identified a significant number of factors in the work environment. The present study selected four factors which may be highly significant in a government executive work environment; supervisory support, opportunity to perform, accountability, and awareness of strategic linkages. Whilst, the impact of supervisory support and opportunity to perform on motivation to learn has been extensively studied, the influence of accountability and awareness of strategic linkages has not been adequately examined (Burke and Hutchins, 2007) .
Supervisory support and motivation to transfer
Supervisory support (SS) refers to the perceived support that a trainee receives from his or her immediate supervisor before and after training (Lim and Johnson, 2002) . Supervisory support to the trainees' takes different forms, such as encouraging participation in training, assisting to apply by changing the work environment, providing feedback, and reinforcing positively. Literature reveals that supervisory support influences subordinates' training motivation (Al-Eisa et al., 2009; Chiaburu and Tekleab, 2005) and the level of self efficacy of trainees (Al-Eisa et al., 2009 ) because it positively impacts trainees' expectancies and instrumentalities (Chiaburu and Tekleab, 2005) . Based on the foregoing discussion H3 is formulated as "supervisory support positively influences motivation to transfer".
Opportunity to perform and motivation to transfer
Opportunity to perform (OP) refers to the extent to which a trainee is provided with or actively obtains work experiences relevant to the tasks for which he or she was trained (Ford et al., 1992) . The common notion is that if trainees perceived ample opportunities in their working environment he/she will be motivated to learn and be motivated to transfer it to work. Researchers constantly indicate that the lack of opportunities leads to low performance and is a barrier to effective transfer. Seyler et al. (1998) found a significant positive correlation between opportunity to perform and motivation to transfer. Even though there is a dearth of empirical research findings on opportunity to perform and motivation to transfer in public sector organizations, the fourth hypothesis (H4) was formulated based on the above discussion as "opportunity to perform has a positive impact on motivation to transfer".
Awareness of strategic linkages and motivation to learn
Awareness of strategic linkages (STL) refers to the trainees' perception of the extent to which the training program is aligned with the strategic goals of the organization. In general, trainees who perceive that strategies and the organization or departmental objectives are linked to the training are more likely to be motivated to learn and to transfer learning to the job. Burke and Hutchins (2007) mention the minimum empirical research done on the relationship between awareness of the strategy and training transfer process. As a basic requirement of new public management practices, strategic planning is essential for government sector organizations. On this premise, it is necessary to examine the trainees' level of awareness of the strategic directions of the respective institutions and their impact on motivation to transfer. Therefore, it is hypothesized that 'awareness of strategic linkage positively relates to motivation to transfer' (H5).
Accountability and motivation to transfer
Accountability (ACC) refers to the degree to which the organization, culture, and/or management expect trainees to use knowledge and skills gained through training on the job and hold them responsible for doing so (Kontoghiorghes, 2002) . Burke and Saks (2009) argue that training transfer research and practice have much to gain by focusing more on accountability of training as a key factor for improving training transfer. As Schlenker (1997) states, if a trainee is viewed as accountable for certain behaviours or performance as a psychological adhesive, it would connect to his/her actions and enhance that feeling as an obligation to fulfil it. In general, if trainees perceived that the organization expects trainees to be accountable to apply new competencies after training, they will be motivated to transfer training. Accordingly, the sixth hypothesis is formulated as; 'accountability has a positive impact on motivation to transfer' (H6).
The relationship of the constructs identified, and the relevant hypotheses, are shown in the model used for the study as given in Fig. 1 .
Fig. 1.
Proposed model for the study
METHODOLOGY AND RESULTS
The sample consisted of all SLAS Class III officers (i.e. 236) who participated in the Capacity Building Training (CBT) program, conducted by the Sri Lanka Institute of Development Administration during the years 2011 and 2012. This cohort was considered as a sample of all CBT trainees. From the sample, 152 officers responded to the questionnaire. The program, duration, which was around 29 working days, included approximately 63 hours of sessions. The sample profile included an equal number of male and female respondents, 82% were married, 96% were between 31 and 40 years old, 48% had completed postgraduate degrees, 20% held postgraduate diplomas and the rest possessed a bachelor's degree, 2 % had more than 10 years experience in the SLAS, 78% had 6 to 10 years experience, while 20% had less than 5 years experience.
Self efficacy
This construct was measured by six indicators, out of which three were directly derived from Machin and Fogarty (1997) and the rest were developed by the authors based on the previous literature. A sample item is "I am confident that I can perform satisfactorily during the training".
Career commitment
Six items developed by Balu in 1985, and further validated by Carson and Bedeian (1994) were employed to tap career commitment. A sample item is "This line of work/ career field has a great deal of personal meaning to me". 
Supervisory support
This construct was captured through six items out of which, four items were slightly modified versions of the original sources of Ai-Eisa et al. (2009 ), Xiao (1996 , Chiaburu and Tekalab (2005) . A sample items is "My supervisor encourages me to attend this training program".
Opportunity to use
Four items based on the study of Ford et al. (1992) were developed to capture the domain of Opportunity to Use. A sample item is ". I will have an opportunity to perform the skills that I have learned in the training".
Awareness of strategic linkages
This construct was measured using four items developed by Montesino (2002) with a few modifications. A sample item is "I am aware of the mission, strategic goals and strategic direction of the organization".
Accountability
Five items based on the work of Burke and Saks (2009) were employed to measure the accountability construct. A sample item is" I am aware of the organization's expectations from this training program".
Motivation to transfer
This construct was measured using six items developed by Machin and Forgarty (1997) . A sample item is "I intend to use the knowledge and skills acquired from this program when back on the job".
Perceptual evaluation of the respondents on the above items was taken by using a five point Likert scale (1= strongly disagree; 2= disagree; 3= neither agree nor disagree; 4= agree; 5= strongly agree).
Validation of measurement properties
A pilot study with a sample of 46 elements was carried out to validate and refine the questionnaire before it was administered in the main survey. Measurement properties such as reliability, convergent and discriminant validity were examined. The results of the respective tests are given in Table 1 . The data in Table 1 clearly shows that all the constructs exceed the standard value of Cronbach's alpha of 0.7 ensuring internal consistency among the items. Factor analysis was performed to examine whether the items converged on the respective constructs. Originally, thirty seven items were developed for capturing the constructs of the study and ten items that were poorly loaded were deleted based on the results of the exploratory factor analysis. The items used in the final questionnaire are given in the Appendix. The Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy was used to examine the appropriateness of the factor analysis. All the KMO values were found to be over 0.5, indicating sampling adequacy (Malhotra, 1993 ). Bartlett's test of sphericity was performed to examine whether the indicators of the respective constructs are correlated in the population (Hair et al., 1998) . All the Chi square values of the Bartlett's test are significant at alpha = 0.05 level, suggesting that each indicator is highly correlated with the other indicators (Malhotra, 1993) . In addition, the average variance extracted (AVE), and the composite reliability for each construct was examined. All AVE values exceed the standard value of 0.5 while all composite reliability values exceed the standard value of 0.7. The results of these tests ensure convergent validity.
Statistical method
Structural equation modelling (SEM) was used to test the hypotheses of the study because recently SEM has been extensively used for model testing and it is an extension of multiple regression analysis and factor analysis (Hair et al., 1998) . Even though SEM is more suitable for large samples Iacobucci (2010) has mentioned that if the variables are reliable, and the model not overly complex, a sample size of 150 will usually be sufficient for a convergent and proper solution. SEM includes two steps: validating the measurement model by conducting confirmatory factor analysis (CFA) and fitting the structural model (Hair et.al, 1996) .
Measurement models
The data collected through the refined questionnaire was used for validating the measurement model through confirmatory factor analysis (CFA) using the Amos 21 software package. Commonly used fit indices such as relative chi-square, goodness of fit index (GFI), adjusted goodness of fit index (AGFI), comparative fit index (CFI), Tucker Lewis index (TLI) and root mean square error of approximation (RMSEA) (Hair, et al., 1998) were estimated for validating the measurement model. Results of the final measurement models are recorded in Table 2 . 
Goodness of fit indices in Table 2 reveal that all fit indices exceed the acceptable limits, suggesting a satisfactory overall fit of the measurement models. Standard estimates, standard errors and critical ratios were examined for each measurement model, and the results revealed that standard estimates of all the items are above 0.5, indicating good convergent validity (Hair et.al., 1996) . Further, all items were statistically significant with critical ratio values exceeding 1.96, suggesting the unidimensionality of the measurement models.
Structural model
Measurement models on each construct were used to develop a structural model which examines the impact of six exogenous variables: self efficacy, career commitment, supervisory support, opportunity to perform, awareness of strategic linkages and accountability on an endogenous variable, motivation to transfer. Fit indices of the initial structural model were below the threshold values. Thus, it was reestimated to improve the model fit by removing some items as suggested by modification indices. Fit indices of the intial and reetimated model are recorded in Table 3 . (Hair et.al., 1998) R 2 of the reestimated model is 0.35 suggesting that the model explains35% of the variance on motivation to transfer. Estimates, critical ratios and standard errors of the structural paths of the model are recorded in Table 4 . The results indicate that self efficacy has a positive impact on motivation to transfer (St. estimate = 0.40, Critical ratio =2.75, p<0.05) supporting H1 of the study. Hypothesis 2 stated that career commitment is a significant determinant of motivation to transfer. The results did not support H2 (St. estimate = 0.004, Critical ratio =0.029 p > 0.05) thus career commitment does not seems to have an impact on motivation to tranfer. Similarly, emperical evidences of this study do not support H3, H4, H5 and H6. 
DISCUSSION
The findings of this study suggest that self efficacy is an important determinant of motivation to transfer. This result confirms the findings of Ai-Eisa et.al (2009 ), Chiaburu et.al. (2010 and Ford et.al. (1992) .
Results of the second hypothesis testing fail to support the work of previous scholars , Cheng and Ho (2001) and Nikandrou et al. (2009) who studied the sample from the private sector organizations and claimed that career commitment has an influence on motivation to transfer. This contradiction might be due to poor HRM practices in the government sector, such as low attention paid by government organizations and individuals to personal and career development plans, employees' perceptions of a mismatch between promotion and performance, and ineffective performance appraisal systems. In brief, motivation to transfer does not occur due to career commitment. However, this result is in line with the findings of Madagamage (2013) .
Hypothesis three was not supported by the data suggesting that supervisory support doesn't significantly affect motivation to transfer training. This is contradictory to the findings of AlEisa et al. (2008) , Liebermann and Hoffmann (2008) and Seyler et al. (1998) . Velada et al. (2007) found no statistical significant relationship between supervisory support and transfer of training. Nijman et al. (2006) indicated that supervisory support has a direct negative effect on motivation to transfer. The possible explanation of this may be the management style of the superiors, who may feel that encouragement or guidance is not required for executives.
The present study reveals that opportunity to perform is not a predictor of motivation to transfer, which is not in line with the findings some of the scholars (Lim and Johnson, 2002; Seylar et al., 1998) . The reason for H4 not being significant may be the more theoretical orientation of the program and the fact that many of the skills the trainees acquired being not related to the present job tasks as mentioned by participants in the interviews. The findings on H5 and H6 suggest that awareness of strategic linkages and accountability do not significantly influence motivation to transfer. The reason for not being accountable for training transfer may be the trainees' perception that they do not have any legal binding or mechanism to evaluate the progress of training transfer.
THEORETICAL AND PRACTICAL IMPLICATIONS
The findings have both managerial and theoretical implications. Firstly, two work environmental factors (i.e. awareness of strategic linkages and accountability), not extensively researched, were examined in this study and found to be not significant. Secondly, this study empirically validates previous finding, self efficacy is significant predictor on motivation to transfer training and gives new insights for further examination. Thirdly, many previous studies on transfer of training have been conducted in Western countries and in private sector organizations (Machin and Fogarty, 1997; Velada et al., 2007) . Thus, the findings of the present study help to understand factors that influence motivation to transfer in a different context, especially to one important segment in the government sector.
This study offers practical possibilities on how to optimize motivation to transfer, which leads to better training transfer. Accordingly, HRD managers should design their training interventions in a manner that increases self efficacy, because it enhances motivation to transfer. For example, the need to find strategies to enhance self efficacy such as encouragement, linking training to promotion and increments and enhancing learning. Furthermore, HRD managers need to examine the reason for career commitment not influencing motivation to transfer, and take necessary remedial strategies accordingly to ensure returns on investment on management development. At present no mechanism (e.g. post training reports, interviews, and certain prescribed standards) operates in some public sector organizations to hold trainees effectively accountable for after training outcomes. If mechanisms to hold trainees accountable for training transfer are introduced, future studies might show an influence of accountability to motivation to transfer. Similarly providing trainings which are aligned with the strategic directions of the organization and giving awareness about the linkages between training and strategic plans of the organization may enhance motivation to transfer.
LIMITATIONS AND DIRECTIONS FOR FUTURE RESEARCH
Several limitations of this study should be noted. Firstly, all the variables examined were measured by self reported data and data was collected through a cross sectional design. Some scholars have mentioned that gathering data from multiple sources may be more accurate and that measuring attitudes through a longitudinal design might be more appropriate. Secondly, the study enumerated a sample of only 152 elements from a limited cohort. Hence, with respect to generalizability, using a more diverse and larger sample could enable extending the results more confidently. Thirdly, the theoretical and empirical effort of this study is limited to examine only the influence of two trainee characteristics and four work environmental factors on motivation to learn. Many other variables related to trainee characteristics, work environment and training design were not considered in the proposed model due to the scope of the study. Future research should be conducted to address these gaps, taking the limitations mentioned herein into account. Future research could also take into account the influence of organizational culture and the public sector work ethos on the motivation to transfer.
CONCLUSION
The objective of this study was to gain a better understanding of the impact of trainee characteristics and work environmental factors on motivation to transfer training. This study concludes that self efficacy has a strong influence on motivation to transfer training in Class III SLAS officers who followed the Capacity Building Training program provided by the Sri Lanka Administrative Service. However, the constructs career commitment, supervisory support, opportunity to perform, awareness of strategic linkages, and accountability did not have a statistically significant influence on motivation to transfer training.
